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Abstract—Ecotourism has been identified as one of the main 
attractions in the promotion of tourism in Malaysia. Despite 
having a number of breath-taking lakes, most of the well known 
ecotourism resorts are located in coastal-based areas. Less 
attention is given to the lake-based ecotourism resorts, causing 
concern about the neglect of management issues which have led 
to a low occupancy rate. Meanwhile, scholars believe that 
organizational culture is an important factor in effective 
management. However, there is a lack of studies on the 
management of resorts, especially concerning organizational 
culture. The aim of this paper is to explore the organizational 
culture of ecotourism resorts in an ecotourism area; Tasik 
Kenyir. Questionnaires were distributed to resort employees who 
have agreed to participate in the survey, yielding a 77% response 
rate. The data was analysed using factor analysis. Four factors 
have emerged as constructs of organizational values and another 
five factors emerged for organizational practice. The results 
provide an understanding of the organizational culture that is 
available in resorts in the ecotourism industry. 
Keywords-component; Lake-based, Ecotourism, Organizational 
Culture, Organizational Values,Organizational  Practice 
 
I.  INTRODUCTION 
Recognizing the significant contribution of the tourism 
industry, the government has focused on promoting specific  
products and destinations, where special promotions are 
undertaken to market niche tourism products such as eco-
tourism [1]. Malaysia has a wide range of natural assets that 
makes ecotourism a highly beneficial, sustainable and long-
term form of tourism. This includes lakes, mangroves, 
limestone caves, mountains, waterfalls, islands, wildlife and 
many others [2]. 
Despite this fact, some concerns have been neglected on the 
management issues of ecotourism resorts, specifically lake-
based ecotourism.  Many of the famous lake-based ecotourism 
areas in Malaysia were developed as resorts, but these currently 
face the problem of poor visitor rates, which are gradually 
leading to annual losses and further contribute to their closing 
down. For example two resorts, located on the fringes of Pedu 
Lake, in Kedah, had ceased operation in 2007 after they 
reported annual losses of RM1 million, due to a lack of guests 
[3].  
Additionally, Chui et al., [4] report a declining number of 
foreign visitors to one of Malaysia’s National Parks. To 
address the problem, they recommend that immediate measures 
be implemented to increase the effectiveness of management 
and improve the cleanliness and hygiene of the park. Based on 
the results of Chui et al., [4] we can deduce that low 
performance is due to tourist dissatisfaction with the products 
and services delivered by these operators at the destination. 
Thus, the need for more research and innovation in the area of 
lake-based ecotourism resort management is crucial. Moreover, 
Rosete [5] mentions that organizational cultures are, in fact, an 
important organizing principle in the design of human resource 
management policies. 
In the organizational management field, numerous authors 
have tried to determine how an organizational culture is to be 
identified [6]. However, most of these studies are conducted 
either in multinational or national companies. In fact, it seems 
fair to say that only a handful of studies on organizational 
culture are completed in the tourism sector and even fewer in 
the ecotourism sector. Therefore, it is crucial for the current 
study to identify the dimensions of organizational culture 
pertaining to lake-based ecotourism resorts, specifically as in 
one of the prominent ecotourism attractions in Malaysia that is 
Tasik Kenyir. 
 
II. TASIK KENYIR 
The study focuses on resort operators in the lake-based 
ecotourism area that is in Tasik Kenyir, Terengganu. There are 
many reasons for choosing Tasik Kenyir as the study area. 
Firstly, this area fulfills the characteristics of an ecotourism 
area. In many ways, ecotourism development is similar to the 
issue of land use in a  national park, where major tourist 
services are better located at the edge, rather than within the 
park [7]. In the case of Tasik Kenyir, almost all of  the resorts 
and facilities for tourists are located outside the National Park 
border. Only one resort, Tanjung Metong, is located within the 
National Park. However this resort was closed during the 
study.  
Besides this, the tourism products offered in Tasik Kenyir 
also fulfill the objectives of ecotourism; to admire and enjoy 
the scenery, wild plants and animals, [8, 9] where visitors can 
visit many spectacular waterfalls, caves and mountains in. 
Tasik Kenyir also offers environmental-friendly activities, such 
as fishing, jungle trekking, camping and hiking, in order to 
allow visitors to enjoy the numerous types of flora and fauna 
and the picturesque landscape of Tasik Kenyir.  
Additionally, part of Tasik Kenyir is located within the 
conservation area of the National Park (Taman Negara). This is 
in tune with the definition given by both Ceballos-Lascurain Manuscript received 8 September 2013. The authors acknowledge the
support of the Universiti Sains Malaysia Research University Grant, through
the Sustainable Tourism Research Cluster, [Grant No.1001/PTS/8660013]
which has made the publication of this paper possible. 
Nor’Aini Yusof is with the School of Housing, Building and Planning 
Universiti Sains Malaysia, Penang, Malaysia, (phone: 604-6532500; Fax; 
6046576523; email: ynoraini@usm.my). She is now a visiting scholar at the 
Department of Business Administration, College for Women, Prince Sultan 
University, in Riyadh, Saudi Arabia. 
Mohd Fitri Che Jamil was with Sustainable Tourism Research Cluster
Universiti Sains Malaysia. He is now with Kedah Planning Department
(mfitricj@gmail.com). 
 
 
        DOI: 10.5176/2010-4804_3.1.290 
GSTF Journal on Business Review (GBR) Vol.3 No.1, November 2013
85 © 2013 GSTF
[8] and Boo [9] that define ecotourism as “travelling to 
relatively undisturbed areas or uncontaminated natural areas”, 
as the national park remains one of the best preserved 
conservation areas in Malaysia.  
Furthermore, Tasik Kenyir will also be developed, along 
with other new projects, such as the RM7.5 million "Aqua-
Eco" park, managed by the Malaysian Agricultural Research 
and Development Institute on Pulau Tekak Besar [10]. This 
accomplishes the concept of ecotourism where development 
will benefit conservation [11]. The Terengganu Tengah 
Development Authority (KETENGAH) also recently allocated 
RM10 million for the development of Tasik Kenyir [12] 
Unlike many other ecotourism destinations, such as island-
based resorts which are closed during the monsoon, Tasik 
Kenyir is open throughout the year. Moreover, Tasik Kenyir 
was chosen because there is a lack of studies on lake-based 
resorts, as most of the studies on ecotourism have focused on 
coastal-based or island-based resorts. 
 
III. ORGANIZATIONAL CULTURE 
In the mid 1970's, Geert Hofstede made an extensive 
survey at IBM of more than 50 countries around the world in 
which he investigated the influence of culture [13]. His culture 
study consisted of research on organizational values and 
practice. Organizational values mostly stem from consistency 
in values and were learned during early childhood [13]. 
Meanwhile, organizational practice stems mostly from 
consistency of practice [14]. In addition, Kyriakidou and Gore 
(2005) found that the best-performing Small Medium 
Enterprise (SMEs) operations in the hospitality, tourism and 
leisure industry share certain elements of culture.  
Wu [15] mentioned organizational culture as the 
interactions between critical masses of people with different 
preferences and past choices that have the capacity to wield a 
critical influence upon each other, both in the short and long 
term, within and beyond the confines of organizations and 
resource constraints. Another perspective from the literature is 
one that views culture as a learned entity [16] that evolves or 
changes slowly over time. In short, it works as an evolutionary 
process where people within an organization learn from 
making repeated choices [15]. 
It should be noted that many resort operations in 
ecotourism areas are small. Small businesses are run by family 
members, operated by the owners themselves, and are small in 
terms of the number of employees, their resources and their 
market share [17]. Therefore, the cultures inherent in small 
organizations may be different from the cultures in larger 
organizations. In contrast to larger organizations, the owner of 
the small organization is closely attached to the business [18] 
and, usually, to the area where the business is located [19]. 
Small businesses in the ecotourism industry are perceived as 
agents of change, to address poverty and exclusion problems of 
the local area and the poor in the community [17].  
Because of the differences between small and large 
organizations, existing models of organizational culture that 
were derived from studies conducted in other than the 
ecotourism industry, or conducted with larger firms, must be 
treated with care before they can be applied in the context of 
the present study. However, not much is known about the 
culture adopted by small resort operators in ecotourism areas. 
A proper knowledge of the characteristics and culture of small 
businesses in the ecotourism industry is important, so as to 
provide meaningful contributions to the development of 
effective strategies for the success of that industry [20].  
Concern regarding the correct usage and proper 
management of the natural environment for sustainable tourism 
development has been the focus of a number of studies. 
Although there are a growing number of studies on ecotourism, 
the information related specifically to the organizational culture 
of SME businesses in ecotourism has not been thoroughly 
studied. Previous research on ecotourism has primarily focused 
on the definitions of ecotourism [21, 22], the concepts of 
ecotourism [23, 24], the principles of ecotourism [25] and the 
characteristics of ecotourism resorts [7].  
It has become evident that the decline in biological 
diversity and the exploitation of natural resources is due to the 
failure of effectively and efficiently managing the increasing 
numbers of tourists who visit the protected areas [26]. Many 
researchers have indicated that the main players in ecotourism, 
the resort operators, have a considerable influence on  
decisions made about the use of the environment [27] and on 
the overall climate of the organization. Nevertheless, there is a 
lack of studies on the management of ecotourism resorts, 
especially on organizational culture [28] and this has been 
identified as a gap in the literature.  
This study contributes to research on the ecotourism 
industry by addressing a major question that has been 
neglected in the extant literature; what are the cultural norms 
adopted by these SMEs in lake-based ecotourism resorts?  
A. Organizational Values 
According to House et al [29], organizational value and 
organizational practice are linked. Organizational value refers 
to the culture of the nation and organizational practice refers 
to the culture of an organization; organizational practice is 
deeply embedded in an organizational value [29]. 
 
1) Individualism (IDV)  
One of the dimensions of Hofstede‘s [13] study was 
Individualism (IDV), also known as individualism vs. 
collectivism; that is the degree to which individuals are 
integrated into groups. The variables include a preference 
for closed social surroundings, in which it is understood that 
individuals must care for themselves and only their closest 
relations [30]. 
 
2) Uncertainty Avoidance Index (UAI)  
The Uncertainty Avoidance Index (UAI), also known as 
strong vs. weak, is the degree to which a society or 
organization relies on social norms, rules and procedures to 
alleviate the unpredictability of future events [29]. 
Similarly, Kyriakidou and Gore [31] have found that 
employees in the best performing SMEs feel that they 
GSTF Journal on Business Review (GBR) Vol.3 No.1, November 2013
86 © 2013 GSTF
receive sufficient information about the specific goals and 
objectives of their companies and adequate information 
about how to do their jobs well. 
 
3) Power Distance Index (PDI)  
Power Distance Index (PDI), also known as “large vs. 
small”, captures the degree to which less powerful members 
of organizations and institutions, (like the family), accept 
and expect that power is distributed unequally [13,29]. In 
organizational terms, it reflects the extent to which an 
organization accepts and endorses authority, power 
differences and status privileges [29]. Most of the best 
performers encourage employees to make their own 
decisions regarding their work and be active and proactive 
[31]. 
  
4) Masculinity (MAS)  
Masculinity (MAS), also known as “masculinity vs. 
feminity”, refers to the distribution of roles between the 
genders which is another fundamental issue for any society 
where a range of solutions can be found [13]. The variables 
include a preference for accomplishment, heroism, severity 
and material success, as opposed to a preference for 
relationships, modesty, attention to the weak and the quality 
of life [30].  
 
5) Performance Orientation (PO)  
Performance Orientation reflects the extent to which a 
community encourages and rewards innovation, high 
standards, performance improvement and excellence [29].  
It relates to the issues of both external adaptation and 
internal integration, mentioned earlier in the discussion of 
Schein’s assumptions. Kyriakidou and Gore [31] have 
mentioned that in tourism, performance improvements 
(through feedback mechanisms) are openly reinforced and 
rewards are given to those who actively promote this 
philosophy.  
B. Organizational Practice 
Organizational practice is based more on the differences in 
norms and shared practices  learned at the workplace, and 
which are considered as valid within the boundaries of a 
particular organization [13]. 
 
1) Job vs. Employee Orientation 
People with a job-oriented culture experience strong 
pressure to complete the job, as they perceive that the 
organization is only interested in the work they do and  
whether they have completed the task in hand [14]. 
Meanwhile, being employee-oriented is the extent to which 
an organization is concerned about the welfare and personal 
problems of their employees. 
 
2) Open systems vs. closed systems 
This dimension refers to the common style of internal and 
external communication, and the level of comfort within 
which outsiders and newcomers are placed. An open system 
is the level of ease with which newcomers and outsiders can 
adapt to the organization and its members. In closed 
systems, however, the organization and its people are felt to 
be closed and secretive, even among insiders [14]. 
 
3) Tight vs. Loose Control 
This dimension deals with the degree of formality and 
punctuality within the organization. It refers to the amount 
of internal structuring in the organization. In loose control 
units, people think that no one is concerned about costs, 
meeting times are only approximate and jokes about the 
organization and the job that follows are frequent. 
Kyriakidou and Gore [31] have found out that tourism 
employees have a loosely controlled culture where they 
have loosely structured roles. 
 
4) Parochial Vs. Professional 
This opposes units whose employees derive their identity 
largely from the organization (parochial) to units in which 
people identify with their type of job (professional) [14].  
Members of a parochial culture feel the organization’s 
norms cover their behavior on the job, as well as their 
homes. Kyriakidou and Gore [31] also learned that 
employees in the tourism industry constantly link company 
and individual development rather closely and are strongly 
identified with their companies. 
 
IV.  METHODOLOGY 
The population for this study consisted of all resort 
operators located in Tasik Kenyir, Terengganu, which consists 
of eight resorts. However, only seven resorts agreed to 
participate in the study. Out of the total population of 168 
respondents, only 66 respondents agreed to be interviewed and 
only 51 questionnaires were returned, with a response rate of 
77%. 
 
V. RESULTS AND DISCUSSION 
A. Factor Analysis for Organizational Values 
Table I shows the final rotated component matrix for 
organizational value. In this study, four factors have emerged 
as constructs of organizational values. 
 
TABLE I.  FACTOR ANALYSIS OF ORGANIZATIONAL VALUES 
 
No Item 
Factor 
1 2 3 
1. Employees should be encouraged to 
be innovative  
.852   
2. Employees should be encouraged to 
strive for continuous, improved 
performance  
.812   
3. Managers should be encouraged to 
reward performance  
.793   
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No Item 
Factor 
1 2 3 
4. Job requirements and instructions 
should be spelled out in detail  
.735   
5. Staff should be explicit and straight 
forward when communicating  
.662   
6. Staff should be very assertive   .851  
7. I have a good relationship with my 
direct supervisor  
 .821  
8. There should be tolerance for 
breaking the rules or laws  
  .834 
9. A resort structure should avoid 
certain employees having two bosses  
  .769 
a. KMO measure of Sampling Adequacy at 0.693 
 
The four factors together explain 68.53% of the total 
variance. Factor 1; Performance Orientation explains the 
highest percentage of the total variance that is 33.75%. It 
supports findings by Hofstede [32] and Hin [33] that 
Malaysians have very high values in PO. It indicates that 
resorts in Tasik Kenyir encourage and reward innovation, high 
standards, performance improvement and excellence. 
Factor 2; Employees’ Quality was the second highest 
percentage of the total variance in Tasik Kenyir with 14.28%. 
This value is related to the employees’ attitudes and behavior 
towards customers and their employer/supervisor. This value 
indicates that employees in Tasik Kenyir have a high respect 
for hierarchy and thus, are not prone to challenge those in 
positions of authority [34]. 
Resort Principle is the last factor with 11.37%. This 
dimension deals with the resorts’ belief or system governing 
employees’ behavior, in which the resorts are tolerant of the 
breaking of rules and laws. This dimension also shows that the 
resorts’ structure in Tasik Kenyir tries, as much as possible, to 
avoid having two bosses. On the other hand, Troyer, Mueller 
and Osinsky [35] state that employees in the service industry 
are in a unique position of answering to two bosses; the 
organization and the customer; the customer nonetheless 
represents an additional set of interests and demands to which 
the worker must respond. To handle this conflict, the resort 
does not take a position akin to the motto “the customer is 
always right”. Instead, they approach all customers in a 
friendly manner, to maintain high levels of customer 
satisfaction without severe losses [35]. 
B. Factor Analysis for Organizational Practice 
Table II shows the final rotated component matrix for 
organizational practice in which five factors emerged as 
constructs for organizational practices. 
 
TABLE II.  FACTOR ANALYSIS OF ORGANIZATIONAL PRACTICE 
 
No Item 
Factor 
1 2 3 4 
1. I share information regarding 
the ethics in this ecotourism 
area with visitors  
.870    
2. Employees support 
environmental programs  
.782    
3. I often actively share my 
knowledge concerning work 
.744    
No Item 
Factor 
1 2 3 4 
with my co-workers  
4. Quality always prevails over 
quantity in this resort.  
 .844   
5. Emphasis on tasks to satisfy 
customers’ needs, more than 
procedures  
 .831   
6. This resort emphasizes the 
traditional dress code  
  .912  
7. I would express my opinions 
actively  
  .686  
8. The management does not show 
concern for employees’ 
personal problems 
   .831 
9. Everyone is not cost-conscious     .717 
a. KMO measure of Sampling Adequacy at 0.521 
 
The five factors explain the 72.68% of the total variance, 
in which it confirms the findings by Hofstede et al. [36] on 
organizational practice dimensions, in which it also explains 
73% of the variance. The organizational practice factor 
explaining the highest percentage of the total variance was 
Factor 1; Sustainable Practice with 22.46%. It proves that 
employees in Tasik Kenyir support environmental programs 
established by their resorts. This is vital as Horobin and Long 
[37] have mentioned that the development of sustainable 
tourism depends on the willingness and the ability of 
individuals in the tourism industry to act along ecotourism 
guidelines.  
Factor 2 is Pragmatic Practice, which explains 16.63 % of 
the total variance. Correspondingly, Hofstede [38] mentions 
that service industries are likely to be found towards the 
pragmatic or flexible side which is market-driven. This also 
proves that the resorts in Tasik Kenyir are more focused 
towards 'customer orientation',  a highly popular driving force 
in tourism.  
Next, factor 4 is Ecotourism Traits (11.16 %). Resorts’ 
Custom refers to the traditional, widely accepted way of 
behaving and the established practice of the resorts in Tasik 
Kenyir. In Tasik Kenyir, the resorts do not emphasize the  
traditional dress code in their practice.  
The last Factor is Job Focus (9.51 %). This signifies that 
the ecotourism resorts in Tasik Kenyir are more directed 
towards Employee Focus. Chi and Gursoy, [39] remind us that 
if a resort takes care of its employees, the employees, in turn, 
will take care of the customers. Besides, this dimension also 
suggests that generally speaking, everyone is cost-conscious in 
the resorts in Tasik Kenyir. 
 
VI. CONCLUSION 
Theoretically, this study contributes by providing a greater 
understanding of the organizational culture that is available in 
resorts in the ecotourism industry. One of the difficulties for 
ecotourism employees is that they are expected to dance to the 
tune of an industry where little is known at the technical or 
knowledge level. The sector also draws in employees who 
may fail to see their responsibilities in this area at all. Thus 
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there is a need for education, training and development 
initiatives in support of the sector. 
ACKNOWLEDGMENT  
The authors acknowledge the support of the Universiti 
Sains Malaysia Research University Grant, through the 
Sustainable Tourism Research Cluster, which has made the 
publication of this paper possible. 
 
REFERENCES 
 
[1] Department of Statistics (2009), Economic Report 2008/2009, 
Department of Statistics & Ministry of Finance, Malaysia, Retrieved on 
August 14 2009, from http://www2.treasury.gov.my/ 
[2] Kaur, C. R., (2006), National Ecotourism Plan: Assessing 
Implementation of the Guidelines for Marine Parks, Unpublished Paper, 
Maritime Institute of Malaysia (MIMA) 
[3] Kedah Govt to Help Reopen Two Pedu Lake Resorts, (2007, February 
13), BERNAMA, 1. Retrieved August 19, 2009, from ProQuest Central. 
[4] Chui, C.T.B., Rahim, F. A., Hassan, F. H., Musa, R., Yusof, J. M., & 
Hashim, R. H., Segmenting Nature-based Tourists and Perception of 
Servicescape at Taman Negara (National Park Malaysia) in 
Proceedings of 2010 International Conference on Business, Economics 
and Tourism Management. 2010. Singapore: World Academic Union 
(World Academic Press). 
[5] Rosete, D., (2006), The impact of organizational values and performance 
management congruency on satisfaction and commitment, Asia Pacific 
Journal of Human Resources ; 44; 7. Retrieved February 5, 2009, from 
SAGE Journals Online. 
[6] Balzarova, M. A., Castka, P., Bamber, C. J., & Sharp, J. M. (2006). How 
organizational culture impacts on the implementation of ISO 14001: 
1996–a UK multiple-case view. Journal of Manufacturing Technology 
[7] Gunn, C.C., & Var, T., (2002), Tourism Planning; Basics, Concepts, 
Cases, Routledge, Taylor & Francis Group, New York & London. 
[8] Ceballos-Lascurain, H. (1987), The Future of Ecotourism, Mexico 
Journal, January: 13-14. 
[9] Boo, E. (1991). Planning for Ecotourism, Parks, 2(3), 4-8. 
[10] Kenyir lake set to draw more tourists. (2009, July 23). New Straits 
Times, 21. Retrieved October 11, 2009, from ProQuest Newsstand. 
[11] Lindberg, K., and R. L. Johnson (1994), Estimating Demand for 
Ecotourism Sites in Developing Nations, Trends, 31(2), 10-15. 
[12] Ketengah sedia lebih RM10j bangunkanTasik Kenyir. (2009, September 
25) Utusan. Retrieved October 11, 2009, from Utusan Online. 
[13] Hofstede, G. (1980), Culture’s Consequences, Sage, Beverly Hills, CA. 
[14] Hofstede, G. (1997). Culture and organizations: Software of the mind. 
New York: McGraw-Hill. 
[15] Wu, J.Y., (2007), A General Behavior Model and New Definitions of 
Organizational Cultures, Team Performance Management, An 
International Journal, 9(7/8), 199-204. 
[16] Maull, R., Brown, P., & Cliffe, R., (2001), Organizational culture and 
quality improvement, International Journal of Operations & Production 
Management, 21(3), 302-326. 
[17] Morrison, A., Carlsen, J., & Weber, P., (2010), Small tourism business 
research change and evolution, International Journal of Tourism 
Research, 12(6), 739-749. 
[18] Storey, D. J. (1994), Understanding the small business sector. London: 
Thomson Learning Emea. 
[19] Swarbrooke, J. (1999). Sustainable tourism management. Oxon: CABI. 
[20] Page, S. J., Forer, P., & Lawton, G. R., (1999), Small business 
development and tourism: Terra incognita? Tourism Management, 20(4), 
435-459. 
[21] Sirakaya, E., Sasidharan, V., and Sönmez, S., (1999), Redefining 
Ecotourism: The Need for a Supply-Side View, Journal of Travel 
Research; 38; 168 
[22] Blamey, R.K., (1997), ―Ecotourism: The Search for an Operational 
Definitionǁ, Journal of Sustainable Tourism, 5(2), 109-130. 
[23] Wearing, S. (2001) Volunteer Tourism: Seeking Experiences That Make 
a Difference. Wallingford: CABI. 
[24] Blangy, S. & Epler Wood, M. (1992), Developing and implementing 
ecotourism guidelines for wildlands and neighbouring communities, The 
Ecotourism Society, North Bennington, Vermont. 
[25] Sirakaya, E., & McLellan, R. W. (1998), Modeling tour operators' 
voluntary compliance with ecotourism principles: A behavioral 
approach, Journal of Travel Research, 36(3), 42. 
[26] Lynn, N. A., & Brown, R. D., (2003), Effects of recreational use impacts 
on hiking experiences in natural areas, Landscape and Urban Planning, 
64(1-2), 77-87. 
[27] Carey, S., & Gountas, D. (1997), Tour operators and destination 
sustainability, Tourism Management, 18(7), 425-431. 
[28] Lugosi, P., & Bray, J. (2008), Tour guiding, organizational culture and 
learning: Lessons from an entrepreneurial company, International 
Journal of Tourism Research, 10(5), 467-479. 
[29] House, R.J., Hanges, P.J., Javidan, M., Dorfman, P.W., & Gupta, V., 
(2004), Culture, Leadership, and Organizations, Thousand Oaks, CA: 
Sage. 
[30] Gouveia, V. V., and M., Ros, (2000), Hofstede and Schwartz‘s models 
for classifying individualism at the cultural level: their relation to macro-
social and macro-economic variables, Psicothema, 12, 25-33. 
[31] Kyriakidou, O. and Gore, G. (2005) Learning by Example, 
Benchmarking organizational culture in hospitality, tourism and leisure 
SMEs Benchmarking: An International Journal, 12(3), 192-206. 
[32] Hofstede, G. & M. H. Bond, (1984), Hofstede's culture dimensions: An 
independent validation using Rokeach's value survey, Journal of Cross-
Cultural Psychology, 15, 417-433. 
[33] Hin, C.W., (2007), Impact of Organizational Values on Organizational 
Cultural Practices and Its Impact on Organizational Performance, 
Unpublished DBA. Dissertation, Graduate School of Business, 
Universiti Sains Malaysia, Malaysia 
[34] Reisinger, Y., & Crotts, J.C., (2010), Applying Hofstede's National 
Culture Measures in Tourism Research: Illuminating Issues of 
Divergence and Convergence, Journal of Travel Research, 49, 153-164. 
[35] Troyer, L., Mueller, C. W., & Osinsky, P. I., (2000), Who's the Boss?, 
Work and occupations, 27, 406. 
[36] Hofstede, G., Neuijen, B., Ohayv D.D., & Sanders, G., (1990), 
―Measuring Organizational Cultures: A Qualitative and Quantitative 
Study across Twenty Casesǁ, Administrative Science 
Quarterly:ProQuest Social Science Journals, 35(2), 286. 
[37] Horobin, H., & Long, J. (1996). Sustainable tourism: the role of the 
small firm. International Journal of Contemporary Hospitality 
Management, 8(5), 15-19. 
[38] Hofstede, G. (1998). Masculinity and femininity: The taboo dimension of 
national cultures. London: Sage Publications. 
[39] Chi, C. G., & Gursoy, D. (2009), Employee satisfaction, customer 
satisfaction, and financial performance: An empirical examination. 
International Journal of Hospitality Management, 28(2), 245-253. 
 
 
 
Dr Nor'Aini Yusof is an Associate Professor at the School of 
Housing, Building and Planning, Universiti Sains Malaysia (USM). 
She is now a visiting scholar at the Department of Business 
Administration, College for Women, Prince Sultan University, in 
Riyadh, Saudi Arabia. She has a Diploma in Valuation and a 
Bachelor of Surveying (Hon.) in Property Management from 
Universiti Teknologi Malaysia, a M.Sc. in Project Management and a 
Ph. D in housing from USM. Her research interests are housing 
development and management, and sustainable tourism 
development. She has published in national and international journals 
GSTF Journal on Business Review (GBR) Vol.3 No.1, November 2013
89 © 2013 GSTF
and conference proceedings. She is a member of the Editorial Board 
for the Journal of Construction in Developing Countries and Emerald 
Emerging Markets Case Studies. She is also an Assistant Editor for 
the International Journal of Organizational Innovation. She regularly 
reviews technical papers for international and local journals and 
conferences. She supervises both Ph. D and Masters by research 
students. At the time of writing, she has graduated seven Masters by 
research students and Ph. D students, respectively. She is also a 
member of the expert panel for NAPREC Grant Scheme and a 
committee member of USM’s tourism cluster. 
Mohd Fitri has a B.Sc. (Hon.) degree in Regional Planning and a 
M.Sc. degree by research in Project Management from Universiti 
Sains Malaysia (USM). He is now with the Planning Department in 
the state of Kedah, Malaysia.  He has published in both national and 
international journals and conference proceedings.  
 
 
 
 
 
 
GSTF Journal on Business Review (GBR) Vol.3 No.1, November 2013
90 © 2013 GSTF
